TABLE 3.10

MALE AND FEMALE TUITION AID USERS BY OCCUPATION
GROUP (in percents¥)

Male Female fotal

Occupation Group Z Users Z Users %Z Users

White-Collar 46,7 15.0 32.3

Blue-Collar 30,9 22.2 29,

*Percents based on number of respondents answering the question.

E: Mimi Abramovitz, Where Are The Women? (New York: Institute for
Education and Research on Women and Work, New York State School
of Industrial and Labor Relations, Cornell University, 1977),
Table 6.14, p. 91.

In this study, proportionately more white-collar than blue-collar
men were highly skilled, The reverse is true for women. Thus,
what appears to be a sex difference in usage by occupation group

is more accurately described as a difference by level of skill.

=
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TABLE 3.11
r[ALE AND FEMALE TUITION AID USERS BY AGE
OF WORKER (in percents *)

Male Female Total

Age % Users Z Users % Users

18-34 35.6 19.7 31.9
35=44 60.3 17.5 39.7

45 or older 33.3 9.6 26,6

*Percents based on number of respondents answering the question.

SOURCE: Mimi Abramovitz, Where Are The Women? (New York:

Institute for Education and Research on Women and Work,
New York State School of Industrial and Labor Relations,
Cornell University, 1977), Table 6.8, p. 80,




non-users to any significant degree, but men’s participation rate
increased with additional family responsibilities, reflecting the
increased pressure of the breadwinner role (see Table 3.12).

The common denominator among earnings, education, and skill level
is their relationship to worker status and position in the workplace
hierarchy, Abramovitz points @ut.gg Workers with higher work status,
who hold more favorable positions in the workplace hierarchy, are much
more likely to use tuition aid. Women of all income, education, and

kill levels utilized tuition aid less than men at their same levels,

iy

but within either sex, the status/hierarchy distinctions held. Since
there 1s a large gap between male and female earnings, and since more
women than men have had no college experience, and since women are less
likely to be in high-skilled jobs than are men, their positions aréA
than men. Thus, while some sex difference in tuition aid utilization
obtains, a greater portion of the difference between men's and women's

difference than a sex difference.

L]

participation rates is more a clas

Both the Abramovitz and NMI s€udié$ examined barriers to tuition aid
use for non-users. While Abramovitz defined "barrier" as a difficulty
reported by workers, NMI divided the reported difficultics into "problem"
and "barrier" categories. A "problem" is a difficulty reported by
approximately equal proportions of tuition aid users and non-users; a
"barrier" is a difficulty reported by more non-users than users. Again,
the NMI report does not break down its data by sex.

The barriers reported by Abramovitz, in addition to showing some
variation by sex, also varied in their relative importance by company

(e.g., by work structures and type of tuition aid plan offered). While

-87- 97



TABLE 3.12

MALE AND FEMALE TUITION AID USERS BY
FAMILY STRUCTURE CHARACTERISTICS

- (in percent¥)

Family structure Male Female Total
characteristics 7 sers % Users

Users

ol
i |

em
U

Marital Status:

Single 25.9 22,1 24 .4
Married 43.C 2 34.5
Separated, Widowed,

Divorced 46.6 17.5 27.1

Number of Children:

None

One

Two

Three

Four or More

wWoBs N B W
0o S 0o b
= RS L b

Age of Children:

Pre-school
School Age Only
Over 18 only

ol I wun
LU L
[ ‘Nl‘ b

*Percents based on number of respondents answering the question,.

SOURCE: Mimi Abramovitz, Where Are The Women? (New York:
Institute for Education and Research on Women and
Work, New York State School of Industrial and Labor
Relations, Cornell University, 1977), Table 6.16,

p. 96.
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Aruitoxt provided by Eic:

it was not viewed as a barrier by the NMI investigaters. Again, though,
it should be noted that the NMI sample is overwhelmingly male, and
Abramovitz found family responsibilities to be positively correlated
with participation in education for male workers, and somewhat negatively
correlated with participation for female workers.

Finally, financial considerations also appeared as a problem, but
not a barrier, in the NMI sample.

Program barriers. This category of obstacles refers to features of

the tuition aid program that act as disincentives to participation. Thsa
requirements that the courses he job-related and the neod for advance

payment of tuition. These factors were ranked differently in the three

Abramovitz found, not surprisingly, that lack of information sbout

the tuition aid plan was cited most often by workers at the company giving

the least publieity to its plan. Here, more women than men said lack of

information was a barrier. Generally, workers with low worker status were

degree). This was even more true for

[

(those over age 35 with a colleg
workers who also held unfavorable positions in the workplace hierarchy-=
low-skilled, low-paid and blue-~collar workers ranked lack of information
as one of thelr top three program barriers.

Likewise, the two structural barriers to participation in education
found by the NMI researchers were inadequate information on the program
and inadequate counseling. All surveyed workers were covered by a
tuition aid plan, yet about one-third did not or were not sure of their

own eligibility or of the approval process. Though less powerful
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such iuter-company differences are important, the present sunmary of
utilization obstacles will focus primarily on differences, or lack of
them, tetween sexes.

Ba;rigrs,stgmmiﬁggffcmrpérggggi or family considerations. The three

top-ranked persomal barriers reported by men and women in the Abramovitz
sample were costs, preference for other activities, and fear of returning
to scheol. There was little difference between men and women in propor-

ticrs citing costs and other aciivities as barriers (about one-third of

L)

each), but more women than men cited fear as a barrier. Fear seemed o

be a more prevalent obstacle among women over age 45 with no college
education.

Preference for time with family was alsg named about equally often
by men and women., Child care was mentioned by 13% of the women respon-
dents and 4% of the men. Finally, travel problems (i.e., safety in

*
traveling alone at night) were a barrier for éonsidérably more women

(27%Z) than men (8%).

Among non-users of tuitiom aid, 26%Z of the men and 15% of the women
reported no pevsonal barriers to tuition aid USEQQD

Similarly, tihe NMI study found the belief that éné was "too old" to
g0 to school acting as a barrier to tuition aid use. A second barrier
was the lack of desire to take more courses.. Like the Abramovitz data,
the NMI data show age and educational level serving as barriers; workers
with some postsecondary educational experience, and. workers aged 34 or
under, were more-likely than less educated, older workers to be tuition
aid utilizers,

Wi.ile family responsibiiities were defined as a problem by the NMI
sample, equal numbers of users and non-users cited this difficulty, so

P 5306
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it was not viewed as a barrier by the NMI investigators. Again, though,
it should be noted that the NMI sample is overwhelmingly male, and
Abramovitz found family responsibilities to be pasitivel& correlated
with participation in education for male workers, and somewhat
negatively correlated with participation for female worke;s_

Finally, financial considerations also appeared as a problem, but
not a barrier, in the NMI sample.

Program barriers. This category of obstacles refers to features

of the tuitiom aid program that act as disincentives to participation.
The two must frequently named program barriers in the Abramovitz study
were requirements that the courses be job~related and the need for
advance payment of tuition. These factors were ranked differently in
the three companies examined, reflecting variation in the tuition aid
programs,

Abramovitz found, not surprisingly, that lack of information about
the tuition aid plan was cited most often by workers at the company
giving the least publicity to its plan. Here, more women than men said
lack of information was a barrier. Generally, workers with low worker
status were more likely to lack information on the program than high-
status workers (those over age 35 with a college degree). This was even
more true for workers who also held unfavorable positions in the work-
place hierarchy--low-skilled, low-paid and blue-collar workers ranked
lack of information as one of thelr top three program barriers.

Likewise, the two structural barriers to participation in education
found by the NMI researchers were inadequate information on the program
and inadequate counseling. All surveyed workers were covered by a

tuition aild plan, yet about one-third did not know or were not sure of

- " -



their own eligibility or of the approval process. Though less powerful
differentiators, the report of "too much company red tape,'" as well as
inadequate information on available courses, separated tuition aid users
from non-users,

The NMI study found concomitantly that companies and unions did
little to publicize their tuition aid pPlans, relying mainly on bulletin
board notices or articles in the company paper at least once a year.
Rarely were handbooks, pamphlets, or meetings used for dissemination
purposes,

Money-related problems (advance payment requirement, insufficient
cost coverage by the program) were named as barriers by more men than
women in the Abramovitz study. These barriers are assoclated with the
r@le‘of family support--among the group of women containing the greatest
proportion of sole family supporters, ingufficient coverage of tuition
costs was the leading program barrier. Thus, women who are sole bread-
winners cite financial barriers as frequently as do men.

However, 43% of the men and 50% of the women non-users said no
Program factors created obstacles to their participation in tuition
aid.

Education-related barriers, Unlike personal and program barriers,

in which inter-company differences were key factors, education barfigrs
were similar across company lines in the Abramovitz study. More varia-
tion was found between sexes than among companies. For men, the top-ranked
barrier was the belief that no benefit would accrue.fram further education,
while the primary obstacle for women was uncertainty about thelr educa-
tional interests ar4 goals. Persons citing "uncertainty" were more likely

to be between 18 and 34, single, semiéskiiléd, less educated, low-paid,

19,
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white collar, and female. Those mentioning "mo benefit" were primarily
over 45, married, high-skilled, higher-paid, more educated, blue-collar,
and male. ‘These characteristics are consistent with the previously
noted NMI findings regarding education level, age, and participation in
further education,

In part, the disparity between men and women believing ne benefit
would result from education is based in observable reality, in that men
are more likely to secure job gains without fu-ther education; also, in
one company, 887 of the respondents over age 45 were male, many near
retirement age, and thus not likely to obtain employment gains from
additional education. Here, the effects of sex are confounded with
those of age. Berond these factors, however, Abramovitz found that
women were more optimistic than men about opportunities for advancement,
and abéuzrtheif own chances of advancing. The women were more likely
than the men to see education as productive of job related gains,

Among Abramovitz's non-user sample, 38% of the men and 37% of the

women reported no education related barrier to tuition aid useigg

Work related barriers. Abramovitz found that the three top-ranking

work related barriers to tuition aid utilization were fatigue, work
schedules, and the belief that education would not help on the job.
Overall, 43% of her non-users cited "education won't help" as the single
most important reason for their non-participation. In the NMI study, as
well, nearly 43% of the surveyed workers indicated they dida't expect
job gains to résult.frﬂm further education. |
As - one would expect, ccmpaéy characteristics were key determinants

of work related barriers in Abramovitz's investigation. In one company,

"fatigue" was named by more women than men, but not :n the other two,
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Aruitoxt provided by Eic:

The reverse was true for "work schedules." Thus, worksite and sex

operate together iﬂidéﬁérminiﬁg work related barriers to participation.
Again, though, 477 of men and 42% of women in the Abramovitz sample
said that work factors posed no cbstacle to tuition aid use_gB

Thus, in all areas but "educational" barriers, interfirm differences
dominate gender as factors in the barriers cited.k Family role divisions,
personal safety, and sex role socialization are key factors in clear-cut
sex differences in reported baf:iérsi

Gloria Johnson, Director of Educational and Women's Activities for the

International Union of Electrical, Radioand Machine Workers (whose member=

5

ship is 38% female) cited, from among a number of reasons, four

outstanding factors in women's underutilization of tuition aid benefits:

=="Total lack of time” for education, particularly for women with
small children.

-=Lack of internal publicity about the program. A number of other
collective bargaining provisions, such as wage Increases and

promotion structures, are of higher priority for union members
than are educational benefits.

~-Money. Many women cannot afford to wait for tuition reimburse—
ment, and most tuition aid programs don't provide "up-front"
money. - :

——Sex stereotyping on the part of women and men. '"'Women Not Wanted'
doesn’t end when thé barrier is removed," said Johnson, noting that
male resistance at the worksite, while decreasing, has not yet dis-
appeared. For their part, she stated, women are in unfamiliar
territory. '"Women haven't been where education will put them."

Money, family responsibilities, uncertainty about goals and interests,

lack of informat’ion on programs, fear of returning to school, and time
difficulties are significant barriers for female non-users, as well as
for a non-trivial number of males. As Abramovitz notes, an interesting
and worthwile direction for future research would be the study of how

women who do utilize tuition aid are able to surmount these obstacles.
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Current research, however, reveals the extent to which employvers do

not perceive these barriers to tuition aid utilization. he NMI tuition

aid study, besides surveying workers, queried company and unicn officials

fégarding barriers to workers' use of their tuition aid benefit. Of 20
barriers mentioned, only one was viewed by over half of the company
officials as actually creating an obstacle to participation. That
barrier was '"low worker interest,' cited by 70.6% of company officials
as a significant barrier to further education. Im contrast, seven
barriers were cited by over half of the union officials, and only two

of the 20 were perceived as a barrier by less than 25% of the union

officials. Thus, the company officials focused on low worker interest

in education, while union officials, though recognizing low worker

g

interest as a problem, put greater emphasis on structural barriers.
While these répéttéd barriers can be helpful to program plénners
because they are relatively specific, pérhaps the most telling explana-
tion for underutilization of tuition aid plans lies in ﬁhe perceived
outcomes of utilization. Table 3,13 éhows workers' réaséns for using
tuition aid, and Table 3.14 indicates the reported éffécts of its
utilization, as found by Abramovitz. N

A look at the reported reasons for use reveals that men and women

ére:bgth.prim§rily interested in jéb—relatéd gains. - In addition, more

women than meﬁ use education for personal development. The outcome
figures, however, show great dispaﬁ&ty bétw&&n;jabsrélated goals and

their attainment for both sexes. The disparity is greater for women,

7’=especially in the areas of promotion”and skills improvement. The fact

that approximately one= third af male and female respondents saw no

significant effect f:am using Euitinn aid s particularly salient.
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TABLE 3.13

" PERCENTAGE OF MALE AND. FEMALE TUITION AID PARTICIPANYS,
BY REASON FOR PARTICIPATION

Percentage of Men Percentage of Women

" Citing Reason Citing Reason
Upgrading/Promotion 55.0 55.0
Academit Degree | 47.9 38.3
More Money . . 43 .4 24 .4
Improve Skills for Present .Job 38.9 : 46.9
Personal Develepment _ 7 32.5 : o 55.1
. Change Occupation - 21.7 , szi

(Since participants cited more than one reason, percentages do not add
to 100.)

SOURCE: Mimi Abramovitz, Where Are The Women? (New York: Institute
for Education and Research on Women & Work, New York State
School of Industrial and Labor Reletiene, Cornell University,
1977), Teble 8.3, p. 157,

HEE
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TAELE 3.14 .

. PERCENTAGE OF MALE AND FEMALE TUITION AID PARTICIPANTS,
BY REPORTED EFFECTS OF TUITION AID UTILIZATION '

Percentage of Men Percentage of Women
Citing Effect Citing Effect

Reported Effect

Personal Development 32.9 34 .7
Upgraded/Promoted ' 29.6 - 14.3
Improved Skills 26.8 18.4
Pursued More Education | 24.4 30.6

No Significant Effect 30.2 34.7

(Siace participants cited more than one effect, percentages do not add
to 100.)

SOURCE: Mimi Abramovitz, Where Are The Women? (New York: Institute
for Education and F “~~ch on Women & Work, New York State
School of Indust- . Labor Relations, Cornell University,

1977), Table 8 - L4,

T,




Perhaps it helps to explain the "dropout" effect observable in the lower
percentage of users pursuing more education than stating "degrég" as as
a goal,

Given that théir goals appear generally not to be met, the previously
mentioned optimism of the women in the sample concerning their opportuni-
ties for advancement seems remarkable. This positive outlook can also be
seen in Tables 3.13 and 3.14; there is a 23 percentage point gap between

men stating 'degree' as a goal and those engaging in further education

Lo ]

after using tuition aid, but the gap is only 8 points for women. The

e -

e Momen appear to believe,

5t

opportunities for advancement are fewer than t
although education may improve individual chances.

Overall, those who don't utilize tuition aid far outnumber those who
do, particularly among women. Many of Abramovitz's nonéisgrs report no
personal, programmatic, educational, or work-related barriers to partici-
pation. 1In addition, the majority of thé'ﬁHI gampi&_stated that education
is important féf.@an? reasons: job perfatiancé, pe;Sﬂnal enrichment, and
citizenship, tarnamé a few. Yet, for 432.af Abramovitz's nanéusers; the

belief that no benefit would result from further education was the single

barrier for the NMI sample, still, nearly 43% felt that maré.éducgtién

would not lead to job gains. Given the above findings, the choice not

- likely gains from additional education.



Labor Studies Programs

Worker education for women is a surrogate for the kind of com-
petence that men have been able to acquire om the job. . . .~
Leadership roles have come to men because they have learned
how to be leaders through practice and experience. Because
women do not view themselves as leaders, labor education has
the challenge and the opportunity to help fill some of the
gaps in theilr experience.

—From summary of comments of Anne Nelson,

Associate Director of Cormell University's
Trade Union Women's Studies, at "Focus on

Women Unionists," November 14, 1974.

In 1976, about 11% of working women belonged to trade unions,
comprising 24.9% of total union me:b;rshipigél Nonetheless, women's
representation in elected and appointed union offices at all levels
has been considerably less than their proportion of membership would
igdigate.gs |

Membérship.and sctivity in labor unions is related to participation
in worker education in that both union members and wﬂrkérsstudents are
utilizing their respective institgﬁiéns primarily in an effort to achieve
job-related gains. Tﬁué, labor studies programs, which teach union-related,
subjects and léadersﬁip skills, are providing individuals with téalé tﬁey.'
can use to enhance not only their éwn\jab status, but that of other
union members as well through argéﬁizatién and éallegtive bargaining.

Many trade unions now offer programs of labor educationm, and some

of these have special deﬁattménts or divisions concerned with léagérship

training for women uninﬁistsi In additian,_agprazimateli-ZS univefsi;ies
provide labor Educaticg services to unions in their states, usually sub-
sidized in part by %tétg 6rbun;yersity reﬁenﬁes. At least 30 colleges
and universities ﬁave a labarlstudies department, such as the Labor :

Education Center at Rutgers University and the New York State School of
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Industrial and Labar Relations (which houses the Trade Union W@m&n'g
Studies program) at Cornell University. Others give college credit
for unianéru£ programs--Antioch College, for example, gives credit for
courses offered by the AFL—CID‘S George Meany Centerrfor Labor Studies
in Maryland.

Edﬁcati@nal programs can be found at all union levels, District
Council 37 of the American Fédéfatidﬂ of State, County and Municipal
Employees runs a local program with Hofstra University (not limited to
labor studies). The American Federation of Government Employees and the
international Uninn of Electrical,Radio and Machine Workers both conduct
regional programs, and ;hé Communications Workers of America held a
naticnal training conference for women in Séptember 1978, attended by
400 women,

The University and College Labor Education Association, endorsed b?

' the AFL-CIO, teaches labor union subjects, utilizing a structure

reminiscent of the Agricultural Extension Service, Women within the

Association have created a task (orce, composed of male and femsle

members, on the education of union women.* The UCLEA sponsors three
, ] ,
regular summer schools for union women which include discussions of
issues and problems (e,g., labor laws, child cgre§~nanétrgdition317
jobs) as well as skill Q@rkshops to develop éssertivéness, coﬁfideﬁga,
and leadership tactics. Instructors are active unien members who afe
not union gfficers?

The 1978 summer schools drew the largest number of women to date—-

the Northeast school taught. 115 students, the Midwest school had 130,

- . ’ w2

My.thanks to Marge Rachlin of the George Meany Center and Gloria Johnson
of the IUE for information on labor studies programs targeted on women.
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nd the South session enrolled 45 women. The University of Michigan,

which runs a similar summer program, had 80 women as students in 1978,

The Trade Union Women's Studies program at the Cormell University

e

School of Industrial and Labor Relations was begun Qith a grant from

the Ford Foundation, An ongoing program, it has been steadily over-
subscribed. 1In its first five years of operation, the program reached
more than 500 women (two-thirds of them minorities) from 28 unions

through conferences, brief courses, and a one-year program on such topics
as writing, speaking, occupational safety and health, grievance procedures,
and history of women in the labor movement. This year-long course has
proved so éuccesaful that AFSCME District Council 37 in New York has
implemented a similar program for its membg;s, and other U.,S5. and foreign
institutipns are studying Cornell's program for possible feplicatiﬂn.gé
. The George Meany Center for Labor Studies is the leading staff
training center in the country. Its clientele are the full-time staff

of unions affiliated with the AFL-CIO, A staff member at the Center

reported that about 40% of the students are women; however, she noted

attendants and in the annual nne-week course on womeén wafkefs_ The
Cenzef does not keep data on enrollment broken down by course and by
sex, but the staff member stated that only a small, théﬁgh grgwing,
number of women are-foénd in the “nitty—gfizty“ 1abaficéu£ses, such as
thése on bindihg arbi;ratianYand‘éﬁécifigs of labor law.

Once a year, for six years, the Meany Center has offered a week

“long course entitled "Women Workers: Issues and Problems." Enrollmest

in each class is about 30 sﬁﬁdénta, nearly all of whom are women, who

are either in staff or appointed positions in their unions, Part of

113
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the course consists of information and discussion of topics similar to
those mentioned in the UCLEA summer schools, Other portions focus on
leadership skills, cc:.:iousness and confidence raising, and action

Plans to be implemented back home in the Tespective unions and workplaces.

The AFL-CIO Department of Professional Employees established,by a
1973 resolution, a saiaried professional women's committee of :epré%
sentatives from 19 unions that are Part of the salaried and professional
department (this includes clerical workers). This committee has explored
issues in education of women workers and has written a proposal to
upgrade 10-12 union women for profgssional positions over an 18-month
period. ;Thé proposal, which would also establish a clearinghouse for
materials on working womeh, has so far been unable to draw funding,

The Coalition of Labor Union Women (CLUW), founded in 1974, is
comprised of members from 65 inFEEnational unions. CLUW curténtly has
30 active chapéers nationwide which wazk'igcally to achieve the national
arganizétiun's goals: '"to advance the pasiﬁian of women on the job, in
the leadership of their uﬁions, and through collective bargaining agree-

ments and legislation to secure educational and family benefits for

97

working women,'
While CLUW has delineated the components of an extensive, thorough
educational program to zgmbatﬁémgloymantkdiscriminatian, its lack of

taff has severely hampered national efforts to translate the design

w

linto ongoing, replicable ﬁfggragsg (The national office has only one
full-time staff person.,) The national organization has printed a number
of booklets of interest to women workers, inzludiég one entitled "All

~You Need to Know About Women in the Workforce." . In addition, many local
'chaptérs have run education wcrkshﬂﬁs'réf;ecting ﬁajof concerns of

114
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working women, such as equal pay for work of equal value, affirmative
action, the Equal Rights Amendméﬁt, and quality alternative child care,
In the fall of 1978, CLUW held a national conference to train meﬁbers in
key issue areas.*

Currently, CLUW and the National Manpower Institute's Center for
Women and Work are jeintly undertaking a WEAA-funded project to train
two CLUW representatives for each of 10 chapters in techniques of needs
assessment. These trainees will then carry ocut local assessments with
working women and establish an information and referral center to match
needs (including educational needs) to community resources. The project
will alsc produce a handbook for other union chapters who wish to estab-
list this service.

While trade union women are beginning ﬁa educate themselves for
leadership, they face barriers to théifbéffOftsg In their study of
union women, Barbara’ Wertheimer and Anne Nelson write that, beyond the

. commonly stated reasons for women's Qnderutilization of worker eéuca—
tion opportunities, union women face three major handigapa‘in their
. efforts toward leadership: 7
——uﬁexamiﬁédxassumptiqns of men toward wgméﬁ‘sAﬁﬂiSn roles;

—-the difficulty women have in envisioning themselves as leaders
rather than helpers; and ‘

-~déep-seated lack of confidence by women in their own abilities.’S

As in most educational services to workers, women are underrepresented

u

1

numbers are growing and so is the number of femaIEEariénted:caurses;a As
Sonyla Leggett; a graduété of the Trade Union Women's.Studies program,

declaréé; "It's going to take a hell of a lot of education of women to

———— . %,

*I am grateful to Naomi Baden, CLUW's loné full-time natiangl staff
person, for information on CLUW's educational activities, |
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;2;: CONCLUSIONS AND RECOMMENDATIONS

Education has long occunied a strong pgsitién in the value
structure of American society, being viewed as the basic stepping-stone .
to equal opportunity in most spheres of life. It is our collective
belief that schooling should provide competencies requirad for work,
leisure, human felatianehips, and ggad economic, political, and éﬂmmunity

_citizenship. Education enhances indiﬁidual aptiana and iﬂdividual f:ee—

dom of choice 1is :he cornerstone of the Ame:ican dream.

Of all the objectives of education, though, the one to which we
attach the most impartgnee is occupational readiness, or the capacity
for egangmiz success, Parents seek quality education for }heir children
so that they may "gﬁaﬁ up and be séﬁebady“sésgﬁebady with money and
status. Furthetggré, data in the precediﬁg-sec%ians SEfnngly'suggest
that it‘hafﬁly mékés sense to Ealksébﬂ@t "worker education" without
considering the employment opportunities which mighﬁ-bé‘affeézéd by -
-additianal edugatianif Hnrking‘édults who pﬁrsue edﬁeatianal goals do
‘80, as has been shuwn, primarily aut of the belief that furthet educas
rtian will hElp them enhanze their income and jub atatus. There is no
se; diffgféﬂ:e here, w&rking men and women shate this desire equslly.

Indiaput&bly; hcwaver, money snd prestige ate not equslly avaiiable

to all Hha stfive fnr them, Indeed, ghe sncial and aczupatinnal pyramid
resulting from our ecunnmic aystem iE aft—cited evidence that Ehe

viability of thg afﬂrementianed Ameriggn dream depends in part on ita

lﬂenial to a aignifizanﬁ portion nf thg papulatian.' Eﬁgcatiau has

flﬂsi.




historically been péfcéived as a route to eaéngmie enhancement, and

- access to éducatién has historically been differentially availablg,
Schooling was initially accessible only to whi;é; landed mélés. Now,
most formal barriers to women's and minorities' participation have
been legislatively removed, but more subtle factors limit their
educational and occupational opportunities, 7

These faccorsrean be illustrated, if not pinpointed, by comparing

the distance between a giveﬁ educational program and its economic conse-
quences to the proportion of women in the program. 1In traditiaﬁal high

school affarings, which alone don't usually equip a graduate to acquire

any of the more desirable jcbs, the major divisi@n betweén the sexes is

trade ('shop"). courses for men--a matter of one or two scourses out of an
entire curriculum. In colleges and:vogational schools, whetre students
begin to choose more specifié, specialized ;aéégaries of accupaﬁioﬁﬁé

cate gories offering greater prestige and/nf renumeration than thasé
generally available to high schacl graduates——thé ‘difference is more
widespread and pronoungced. While the numher of women in some traditicnally
male-dominated courses of eéllege study has increased in the past 20 yéafs,
the différenﬁial in earned degree fields between men and women remains
subsgantial_ In ﬁnde:gfaduaté and gréduaté college education, as in the
workplace, women are largely channeled into lower-paying, feﬁaLEsinteﬁsivé
fields with lésséf Dppértuﬁitigs faf advancement. Secondary and post-

se éondary vocatianal Education, which, PfépafES students far more spegific
occupations than most gollége programs, has demonstrated even less amen-
ability to openiﬁg its non-clerical, ﬁﬁnéhémeﬁakiﬂétﬂfféfiﬁgs freely to

women. Apprenticeship programs, which often lead directly to specific,
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well-paying jobs, show the smallest prapartiaé of women enrolled of any

of these programs.

It would appear, then, that the higher up a given learning program
stands on the chaiﬁ linking eéucatinn to jobs offering high potential
for money, ééa;pg, and/or advancement, the less accessible is the program
to women. A variety of winnowing procésses, based on factors other than
performance<related éualificatians, wafkﬁptimafily to the advantage of
white males. Women, tczan even greater extent than black and hispanic
men, are short-changed in the process.

But all of the above-mentioned prégramg gneerally serve a population
under 25 yegrsng age who idemtify themselves primarily as Etﬁdgnts or
trainees and hold jobs faf the main purpose of supporting théif’studen;
status. Most of them do not serve the large group whose access to
education is most severely%resﬁriatgd;' prime-age workers. Our educational
system gives little consideration to the needs gf those who have not
fgliﬂwed a lock~step, one-way progression frﬂmlschaal to %@;kplage.
Certainly, institutional ;fférinES;ate open to workers--if they can fit
them in during non-work hours, pay for them, and work out the necessary
faﬁily adjustments. R

. Clearly, education is 2 more complicated undertaking for a Eullﬁtimg,’
middle-class worker with home and family téspagsibiii;ies:thaqvit is for a
traditional student who can devote more of her/his financial and personal
resources to its pursuit., While this fact could be viewed Eimply as a
consequence gf the life choices one makes,.that view obscures the equally
valid observation that barriers to furthgr Educatian den't flow 1agically
or inherently from attachment to the workforce; rather, we have erected
those ﬁarriers.' Wnrkipg wamen'g feady access ta eéﬁeati&n and traiﬁing




requires adjustments inbthe workplace and, the fami;y——shcrt term invest-
ments éf time and money--that bpth have generally Eeea reluctant to make.
Women are- underrepresented in most programs of worker education aﬁd
training to a degree équal to or greater than their scarcity in tradi-
tional pre-entry training programs in the sciences, engineering, and
crafts,

Why? While specific barriers ha?é been noted and wil; gshortly be
addressed in the récommenaatians, it 1s appropriate to note hers one
critical aspect of worker education. While traditional students are
preparing to enter the job market, workers seek further education and
training in order to advance in it, Most are aiming at very concrete
targets: specific upgradings or p:gmgéions and increments of additional

income. Thus, more directly than pre~entry students, worker-students

want education for the clear purposes of better work and better pay. If

social and economic factors work to exclude many wonen from pre-entry
preparation for more desirable jobs, it might ﬁell be expected that those
same forces operate more immediately to obstruct the advancement of work-
"ing women. This abse:vatién is supported by Abramovitz's finding that a
greater prﬂpartian of female than male workers report that courses they
did take did not net themrthé ezpe;téd pfometian, upgrading, or wag;
increase that originally motivated them té enréll. But the fact that a
significant number of male workers report the same disappointment in |
education's fruits indicatesuthat'the factors hnderlying this phenomenon
go beyond sheer sex disérimin;ﬁian at this point,” Indeed, Abramovitz
concluded that a wéfke:‘s investment ;%; and payoff from, additional
education is more .directly correlated with hé:[hig occupation and stégps

_;g;;h;ﬁ;gggggggg_ﬁégggggggqugégE;;@fgendét. A greater proportion of
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women than of men égé in lﬁw—sgatus, 1Qw§payiﬂg nccupatians, and‘tﬁis . ! .'?{ :
explains more thoroughly what at firgt-glange appears to be pufelj a’ ’
sex éiffereneé.é It is hardly necessary to posit aépgstéen;fylinﬁensifi;
cation of barriers to high-status jobs; holding a law—status jcb ‘ ; ;;_ :
represents the culmination of all the pre—entry barriers. The social -

and Ecanamic forces that initially directed wamen (and ﬁen) “into ;335
desirable jobs also function quietly to keep them there. Thus, the
difference is not one of sex; it is a class phenomenon, .

While it wauldxbé eaé? té blame "society" or "men" for sex
discrimination in education, training, and the workplace, sqgh a responsge
1s simplistic and holds no heuristic value for wbmenia For reasons not
only of deliberate discrimination, but also of ignorance, fear, benign
neglect,  and fastipaaedésogisl and economic change, women arégnet getting
the message about what ghey can fealistigally expect for their employment

future. The director of the Sex Desegregation Institute at Rutgers

University recently quériéd'aufagﬁful of vocational education adminis-
trators informally as to how many years the average woman would spend in
the paid workforce. The responses centered in the 2-5 year rangé_lag

Yet readily available stgtiétics’indicaﬁe that American women spend an

serage of over 24 years in the workforce. Supporting this anecdotal

i1

observation with hard data is the National Longitudinal Survey of Women
in 1968. In this study, 28.5% of white females age 14-24, and 59.3% of
black féméles in that age group, expected to be working at égé thircy-

five, At thgt same time, 47.7Z of white wamen and 66.5% of black women
age 30-44 were actually warking.*ol !

~This disturbing disparity between perception and réality indicates

either serious misinformation or deep deﬁiairgf the facts. Eithef\way,
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the implications are devastating, 'fo- if a woman believes her wofkapan
o Le aaly a faw years, her investment in oaaupaaional preparation
(i.e., education aad trainlng) will ba, has baan, carraapand;ﬂgly amall

wOman hava baaa led to believe that occupational readiness ia a short-

term invaatmant. To the extent that a non-career-oriented woman is
.

willing to believe that she will become and remain married to a man

whose income will cantinuoualy be sufficient to support her and thair

children, she is 1aaa likaly to take steps to insure that she can provide

herself, and paaaibly her children, with adequate economic auﬁport.

%

’ Education and traaning for working ‘women taka on added importance
béaauaa an inc:aaaing number of women are finding out, late in the game,
that the 4bove conditions simply do not apply to tham. In addition to

‘the ggaatar numbar of women who ahooaa amplaymaat as a major life amphaaia,

aaaaomia naad is pusHling marahaﬁd more women into tha warkplaca. Whatever
R

waman 8 raaaana for warking ara, the fact famaina that worker education

ana trainiag cauld.aarva a critical need of women tvho d%?*nat uﬁdaratand

early that working .and earning might play a greater fola in their 1lives

R

""" than they had anticipated,

. - t '
The-'data break down sex aﬁafaotypaa and document this need, ha
Ed % f.
= - .;

numbar andfpafaant of warking women havaiﬂcfaaaaddramacically and will

yaaatinua to rise. Neither marriaga nor ahildtaaging is ramaving vomen

from the workforce fér long pariada of tima anymore. Tha avafaga woman
i =
works at, ;aaat a quartar of a cantury, and most women ﬂo 80 out af

financial necessity. Yet thair education praparaa them for 1ow;paying, o
' low-status joba with 1ittla advancement patantial Demographic trends

paint to wo n-a graatar partiaipatian in the rkfofaa, while economic

trends aaggaat that it ia the lowar—paying .jobs whose axpanaian will more

. . ¢ . -
- x : = = b
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readily accommodate lérgé§ numbers of women., A sizable number of women
are currently in job transition--many g%causa they need, not simply want,
more ﬁﬁnéy. Some seek education to facilitate the change, but mﬁéﬁ of
these women are still striving for limited gains rather than long-term
potential,

Most existing education and training programs are open to women--
tﬁat is, there are no formal barriers. But many of them discriminate
against women, through such means és subtle and overt sex stereotyping,
differential allocation of program monies between the sexes, separate
eligibility standards, non-performance-re.ated admissions criteria, and
even harrassment. From traditional education to government-sponsored
training, women experience less favorable program outcomes than men.
Occupational segregation remains the rule, and, even within the same
jobs, women are paid less than men,

Working women also confront barriers to education and training that
. aren't based solely on institutional sex discrimination., Money is a
major obstacle--even 1if tuition is Eeimburgéd, advance payment is a pro-

blem for many. Fear of returning to school and uncertainty of educational

goals prevent women from moving assertively in their own behalf. Child

care of acceptable quality and cost is oftem hard to locate, and home-

”’in;* ‘m\

making responsibilities eat into the time and energy required for new

learning.

Finally, there are workplace faetnrs that help reduce the ranks of

‘iif

‘pétential women students, Lack of publieity about company educational

benefits keeps more women than men from pérti%}pa;ing in them. Employers -

as well as educators haldisex biases concerning aecupaéiong and jobs, l/*'
lendiug credence to many warkera' belief that education wan‘t help th .

i o
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on the job. While women appear to be optimistic about the role of
education in their advag:ement opportunities, few women surveyed have
actually gained job-related rewards from additional study or training,
Few employérs offer release time, much less j paid release time, for
classroom pursuits, and work schedules prohibit some women from availing
Ehemsel#es of educaﬁiénai opportunities,

How, then, might working women's need for education and training

ir sources as listed

w
"

be met? Given the variety of obstacles and th

re to

i)

above, it appears that a number of changes must occur if women
have equal opportunity to men in education and the workplace, Since
educational opportunity for working women is linked to family, leisure,
workplace, and institutipnal factors, these have all been espoused in
the recommendations below. The first five of these suggestions are
directed collectively to employers, educators, and government bodies,

while the remainder are focused on each of theseigroupg individually,

Gene-a!. Recommendations

1. Expand and improvgﬁco;lécg;gp anQﬁrePptE;ﬁg_gffﬁgtgién rking women

and their partigipatiOﬂ in education and traini ng.

There are significant gaps in data available on participation,
program outcomes, barriers to participation, and existing education/
training opportunities, for both sexes but particularly for women, that
leave program analysts and policymakers inadequately informed on these
Fissues, For example, ihshogse company training was not discussed in the
second section of this paﬁat because’ company data are both scarce andu
Eonflictiﬁgg Thafa is currently ne way canfidently to estimate women's

participatipn in in-house ‘training programs.

- 12
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Frequently, relevant data are reported by sex, by race, by age,
etc., but are not broken down by sex and race, or sex and age, simul-
taneously. Too often, the tables do not even show breakdown by sex.

Important questions are sometimes neglected--for example, the NCES data
on adult education lists reasons for participation and for céu:se drops,
but ﬁ@ﬁgfor total nonparticipation.

Successful program and policy decisions require accurate and

complete data. Researchers, evaluators, record-keepers, and statisticians,

encompass these points of interest.

2. Target certain programs specifically on women.

{3

demonstrated a greater sensitivity to women's needs, goals, and particular
obstacles than coeducational programs, particularly when the desired pro-
gram outcome is a non-traditiomal job. The all-women programs generally
result in higher wages and status for their graduates than the earnings
obtained by women in coeducational programs. Not only does such targeting
benefit the woman trainee, but evidence indicates that per client costs
are 1§wér in the all-female programs.

Until women éte more equitabl; represented in Ehe higher-wage,

higher-status jobs, it is probable that most programs that traiaz people
portion of program monies is targeted solely on women. In programs
serving both sexes, occupational stereotypes are frequently perpetuated,
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Uomen are Qhégneled into the lower-paying jobs, and they may receive less
than their proportional share of program resources. The all-female pro-
grams not only help remedy the above inequities, but also are more likely
to explcreband maintain liaisons with emplovers hiring women into non-
traditional jobs.

Further, their curriculum includes not only job-specific skills,
but job bidding, wage negotiating, assertiveness, and other vital
capabilities to counteract socialized reticence and low self-esteem.
These workplace skills are as important to women's success on the job
as the job skills themselves, and coeducational programs don't have the

resources to focus intensively on half or less of their clientele,

Il

3. Link occupational education and training to occupational outlook data.

With the large number of working women in the Abramovitz study

reporting no significant effect from further education, one wonders how

- realistic was their prior assessment of job opportunities. wgrkérs should
not have to guess at the market, Information should be readily available
to workers and educators concerning expanding markets, educational require-
ments for specific occupations, ratios of applicants to hires, salary
scales, gppérﬁunitiés for advancement, and occupational éutiocki This
sort of information should be common kﬁawledgé for employment counselors,
vocational counselors, training staff, asd educators.

Government~funded employment and training p;ogramsvin particular
could easily be geared to occupational outlook data, since ghé Department
of Labor oversees both training and data collection. The trainees in
such prggféms sﬁould also be made aware of employment possibilities and

their likely financial consequences over the long term.
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All thié.highly relevant information is useless if it does not
reach women making occupational choices., Dissemination éf occupational
data should comprise a formal component of career wafkshggs, vocational
counseling, employment and trainingfptégrams, and seégndaryalgvel
guidance counseling. It is crucial that women be taught to seek this
kind of long-term comparative description as they make employment and
training decisions., Accomplishing this requires not only fact dissemina-
tion but attitude change as well on the part of working women, the bulk

of whom now confine their employment planning to short-range goals.

4. Legitimize informal modes of learning.

Adult women taking classes are more than twice as likely as men to
be enrolled in courses offered by a community organization. Many women
also engage in volunteer work. In addition, homemakers acquire a variety
of skills cransfe:ablé to pald employment situations. |

As a rule, these and other informal learuing channels are not

fegagnized-by educators or employers, yet the learning is valid. A few

and employers in experimental projects have shown somc willingness to con-
sider competencies over paper credentials. The Women's Career Project in
Boston, after ascertaining from employers the competencies required for
given jobs, trained éémen to match these desériptieﬁs and placed them in.
the jobs. One result of this FIFSEﬁfunded project was an increased i
awareness of employers concerning just what cgmpéténéies they looked for
in a new hite.

Ruth Ekstrom of the Educational Testirg Service has prepared written

materials designed to help women, career counselors, and employers translate




kills. This process requires
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no new training for the woman--it simply alters traditional perceptions
of n@nﬁtfaditiaﬂal.laafningi

Because informal léarning plays such a large part in ﬁamen's lives,
employers and educational institutions should be encouraged to formally
recognize these learning modes and the resulting competencles. Informally
acquired talents of many women now lie fallow because théy have not been

legitimized; neither working women nor their employers can afford such

waste,
5. En;aufage,;qqggra;;pgfagpggﬁe§g;a§ia;§l ingp;tutigggjfemplpygrs,fanﬁ

community agencies in matching edu-ation and tfg;piqgﬁtg;%acal jobs.

re of value in shaping the

]

While legislation and general policies
context of equal opportunity in education anﬂ the workplace, specific
remedies to inequities occur, in the last analysis, at the community
levelg The National Council of Negro Women/Pace University project is an
example of local cooperation among edu. itor . employers, and community
agencies toward enhancing the career options and advancement potential of
women. The university attracted adult working women, tHe women acquired
the necessary qgalificatians to fit into better joEs, and employers
gained worker*‘grained to meet the companies' needs.

Such efforts as the NCNW-Pace project, the Work-Education Consortium
of the National Manpower Institute, and various warksedugation councils
that have sprung up localiy and regionally are vital.to the ongoing

success of worker education programs. By working to forge and strengthen
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Given current problems of unemployment, underemployment, employment
discrimipation, declining college énrallmaﬁts, and employer complaints
about underqualified job applicants, it would be mutually beneficial for
corporations, educational institutions, and related community organiza-
tions each to contribute monies for local cooperative endeavors of this
nature. Granting agencies could continue to provide seed money, relying
on the local organizations to pick up costs after initiai start-up,
until the benefits of such ventures afé sufficiently disseminated to

inspire local groups to undertake joint action on their own.

Recommendations for Educators

1. Inculcate girls and women with realistic worklife é;péegétiansé

Impressing upon women the importance of occupational readiness is-a
process that must begin long before théﬁ enter the workforce, It is hard
~to accept vocational educators' ignorance of women's average workspan as
reported by Dr. Lubetkin anecdotally; if they are misinformed, their
women students are also likely to underestimate the length of their
worklives. From kindergarten on, women need to be portrayed as job-
holders to a far greater extent than is presently true in educational
materials--and not only as domestic, nursing, and clerical workers, but
across the entire spectrum of occupations. In junior high and high school,
courses in home eonomics and family living should approach their éubject
spend many years in paid jobs out of chﬂiﬁé or necessity, ~Guidance
counselors, inséead of channeling girls-inta traditional occupations,
should encourage them tg;:onsider all aspects of work, inéluding potential

earnings, and help them to evaluate nontraditional jobs as well.



While additional emphasis on aspects of work is necessary to educate
men and women about equitable expectations for the workplace and the
family, the most important reality women must understand is that paid
work is likely to constitute 4 major share of their lifetime activity.

The expectation of working a few years before marriage, then "retiring"
>inta the home, has lost its validity for an aver_incréasing number of
women, yet it continues to be Perpetuated by teachers, parents, and
employers. Only when women grasp the probable extent of their worklives,
and the fact that their earnings will be needed to meet basic expenses,

can they invgst=apprcpriately in occupational preparation,

2. Offer su§§lep§g;alfp?@g;§ms7fg§ wqugrsrrgtu;ﬁ;qg to _school,

As traditional-age college enrollments dEQliﬁé; colleges are
reaching out to working adults in order to fill the rolls and meet their
operazingzpostsa Many G? these nontraditional students have specific
educational goals in mind. Still, they often feel overwhelmed by academia,
fearful of their ability to succeed and isolated from other students,

Many are inrnééd of educational and career counsgeling that ﬁakés into
dccount the particular problems and assets of worker-gtudents.

A number of institutions have adde& special counseling g@ﬁpaﬁeﬁts
for returning students to their ongoing formal services, While these
pPrograms are unqgeétiénably helpful, most take the approach of orienting

the older student to academia and fitting educational goals into institu-

I3

tional offerings. Less is done to sensitize faculty and staff to the

needs and experiences of working students, to offer special topies for

them, or to acquaint them with each other,
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Since colle _es are fécfuitiﬁg‘and attfazt'?;;;ﬁcreasing numbers of
older students, it would seem wise .to plan this transition rather than
coping with significant change on a day-to-day basis. Seminars for
faculty, such as those conducted by RCEWP in Philadelphia, would help
educators realize bgthithat working students have particular insecurities.
and that these same students havélgpinions and information formed by

experience rather than textbooks.

Norzhern Kentucky State University has instituted an innovation

]

called the Peer Support Organization. Targeted a t entering or re-entering
students over 25, it offers a newsletter, one-to-one peer counseling, and
monthly group meetiﬂgs, all free of charge. Each new member is assigned
a volunteer "counselor'--a student who has successfully completed one
semester at the university. The newsletter announces Qofkshops and
seminars on topics of particular interest to older students, offers child L
care and tutoring information, and lists recommended .readings. The
’ m@nth1§ meetings allow discussion of teachers, spouses, families, and
other sources of anxiety for the older student. While too new to compare
the academic success of members and non-members, it does appear that PSO
inhibits the drop-out rate among this group. The admissions director at
NKSU pointed out that PSO is based on the premise that "people have the
ability to solve their own problems. What they need is support, teinforce=
ment, and the knowledge that somebody is on their Sidei"lgz
These types of "acclimating" efforts need not be expensive, and they
can go far to reduce perceived institutional ?arFiers to worker edu;ati@n.
Many existing Centers for Returning Students could, with very little
additional money and/or staff, conduct meetings, warkshapé}zseminafs, and
the like for students, théif families, and faculty to help sensitize all

to the fears, needs, and assets of nontraditional students.
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géggpméndagggnsifcriEmp;pyers

1. Link education and training to inéividgglfadvaq;em@g; opportunities.

The curious paradox of Abramovitz's dual finding--that, while
women are more optimistic than men about their advancement opportunities,
they are less likely to be prométed after taking classes toward
pPromotion--suggests three possibilities:

(a) Women may not be meeting promotion qualifications through
their educational endeavors.

(b) Women may be overestimating the extent of available advance-
ment opportunities,
(e) Thgremplzyer's stated and actual advancement policies may
differ,
These -are not, of course, mutually exclusive hypotheses. The
finding that far fewer men were advanced than took courses toward that
goal, though the disparity was somewhat less pronounced than for women,
points to an apparent lack of congruence between employee expectations
and actual results that is not largely attributable to sex discrimina-
tion. Recall here, too, that the greatest single barrier to non-use of
tuition aid plans cited in the Abramovitz study was the belief that no
emplaymeﬁt—relatéd gains would accrue from further education; alsc,iaver
40%Z of ;he NMI sample shared this belief. These factors together suggest
that company advancement structures are félativelywinagcessiblé to many
workers,. Faiiu:e to pursue further occupational education is not only
. understandable, but eminently logical, if the chances fbr_the desired
payoff are slim. |
Those who wish to stimulate greater worker participation in education
and training, regardless of the worker's sex, should consider a two-pronged

approach to this problem, First, employers should be encouraged to
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examine their advancement policies. A greater emphasis on competencies

Providing rewards of money and status to employees acquiring further
educational qualifications could result in a more competent, motivated
company workforce. If companies do not open their promotion/upgrading
hierarchies to a greater proportion of workers, there is little reason
to expect workers to show more interest in further education and
traianing.

Becauge this sort of change comes about very slowly and meets with
great resistance along the way, a second, gimultsnegﬁs effért is |

recommended. Workers should be helped to match their educational

w

ursuits to known advancement opportunities in the company. Just as

occupational data should be freely available to those making occupational

choices, so should similar information on specific jobs within a company

be fresly obtainable by employees conzildering advancement possibilities,

Personnel staff could be made available to discuss past and present
trends in the company's hiring and promotion procedures to individual
employees. If a worker is unlikely to achieve her/his employment goals
within the company, such information may help her/him to redesign goals
or look elsfﬂhe;é. If there are particular credential or training
programs favored by the company in promotion considerations, the worker
sh@uld know about them. -

Opening corporate advancement structures, and helping workers fit
intg'ggﬂse structures, offers benefits to all concerned. Despite its

discussion here, this should not be construed as a women's issue--it 1is

group of workers most likely to find their paths to advancement severely
restricted or nonexistent.
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2, Adapt ﬁq;kplagg_sgggctures,;§,fa;i;i§a§ergg:k§r E?FFiEiPSEiﬂé,iE

eéq;gﬁ;ggmgndggrainiga_

While workers in the Abramovitz and NMI studies cited a variety of
types of barriers to use of tuition aid benefits, a number of barriers
in each of thé four categories--personal, program, work-related, and
Educatiaﬂala;cguld be reduced by introducing some flexibility into work-

his might include:

o]

place policies and structures.

~-Advance payment of tuition. Many workers simply can't scrape

together the front money for educational éxpenses. Since the
employer has control over the worker's paycheck, it is difficult
to foresee a financial loss for the employer from this practice,

—-Paid release time for classes. This provision would remove some

time pressures from worker-students without substituting a
financial disincentive to participation. Further, it would
lessen the physical fatigue cited by some workers as an obstacle
to continuing their education, and it would eliminate the
necessity of traveling during night hours, which a number of
women cited as a personal safety barrier. Finally, paid release
is a good investment for the employer, since the payoff is likely
to be a more qualified, competent, and motivated employee.

~--Flexible work schedules. Flex-time and part-time hours, and job-

sharing, are other alternatives to ease the time and\work schedule
barriers named by workers. Evidence indicates that part-time
workers are more productive, per unit of time, than full-time
employees, so Empigyéfa should also be interested in part-time
and job-sharing. Flex-time usually means a worker is on the job

during certain core hours, with variability occuring early or late




in the workday. This would ensble workers to fit in a class at
one end of the day, again with no loss of pay.

~~Payback plans for training prograws requiring a short-term pay

reduction. Workers who wish to enter certain apprenticeship
programs, for example, are faced with a pay cut dufing ﬁhe time

of training, although over the long run their pay will be higher
gs‘a result of training. Certainly this is a gignificant barrier
to entry into the program. Rather than impose the cut, another
possibility would be to offer the worker the option of a payback
plan, whereby the reduction in pay would be deducted from future
wage gains. Thus, the worker would continue at present wage level,
and upon completion of training the difference could be spread out

Javgr a péfiad of time when s/he is earning a higher wage, While
!)

the gain from training would be more slowly realized, the worker

f need not have her/his'incﬁng reduced in abgsolute terms.

|
|
/

/ Reccomendations for Government Bodies

1. N%{mvé digincentives to equal opportunity im government employment and

i
training programs.

’ Legislacion has been passed requiring CETA programs to "contribute
to . . . overcoming sex stereotyping," and this is a hapeful sign. How-
gfer, the Job Corps has had a.ngndstg for 507 female enrollment, but
women's representation has never exceeded 33 percent, Thus, the enforce-
ment of these laws must become a primary concern of ovarsight bodies.
Dndoubtedly some oucupational sggfégaﬁiﬂn will persist because women will
choose traditional occupations~-<but GETA programs should make every effort,

through classroom trainiug, work experience, and PSE jobs, to expoze

-123-135




female clients to the realities of the job market aﬁd information on
ngnitfaditiaugl jobs, rather than automacically channeliﬁg the majority
of women into laWapafing fields,

Likewise, welfafa fgguléiigﬁs tha avor male family heads in the

8 fémale,i

e

WIN program must be revised. The bulk of the AFDpropuiatiDn
-and such éipvisidné a8s the Talmadge Amendments ensure that this will
remain the case. Women need well-paying jobs jus::aé badly as men do,
and income disregard provisions are poor justification for discrimination
by sex. Through its selection criteria, WIN ignores most of its services
population and engages in goal displacement.

While the Bureau of Apprenticeship and Training is taking concrete
steps to increase women's representation in apprenticeships leading to
high-wage jobs, the Division of National Programs appears to be almost
ignoring women, both in its contracts and in the outcomes of contract
programs. The DNP budget is made up of public dollars, and women have a
right to demand better service from DNP contractors, Division adminis-
trators are iﬁ a position to enforce equal opportunity standards in DNP

programs and to target a greater portion of agency resources on women.

2, Increase the federal r@léwinfaltﬂgngtivgAgh;idfeagg provision,

Nearly half of all miner children in this country have mothers in
the workforce. Half of them also have a working father--the rest, an
unemployed or absent father, The number of licensed day care:slgts falls
a#érwhelmingly short of the number of children needing alternative care.

Working parents need access to reliable, affordable alternative child
care arrangements of good quality. fhis need extends beyond working hours

for workers wishing to continue their education. While child care is a
=
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pargnt’'s gaﬂgern, regardless of gender, it is nearly.a;ways women who
find the lack of altermative cafe to be a-barriEt to work and educa-
tional pﬁfsuigs; N .

While ehé:eganamic reality of large numbers of two-earner and
single-parent familieé will most likely f@fce=thg issue in the future,
past efforta-to pass comprehensive child care legiglation hévé been
blocked, ‘- The most rocent attempt did not survive its Senate subcommittee,
i‘largaly due E; digagreement among .potential supporters andilack gf Adminis- -
tration support.

G@rppratinns and labor unions hﬁvéamadg a -few efforts to provide
day care for their workers' :hildren, While® cnmmendable, the services

available generaliy cover only working hours, legving the would-be

student worker to find other arrangéments dﬁriﬂg g;ass time,

. are necessary fﬁf‘wgmen, ingluéing motherd, is long overdue at all levels,
fhe federal government should take-the lead in a well-planned, comprehen-
“sive , 8ystem of alterna;ive child cafeu;hat facilitates part&cipatian in
H;Ik education, and training. This kind of action would go a long way
to revise the deeply ingrained sttitude that women are secondary. workers
thae family ;ansideratians must always supersede - work demands, and it

would thus erode a long-standing barrier to equal workplace nppartunity,

3. Make Basic Educational Opportunity Grants available to part-time

gggggnta-
Currently BEOGs are available only to students who carry a full-time
“gehadulg of claases, Df-ccu:se, many of these students work part-time to

supplement’ their grants., Few full-time workers, however, are in a position
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xtg c£§ back to Rartétimepin crder‘tc g0 to school full-time, Particularly
for ﬁggking wgmén ﬁith;ghiléren; full-time study is virtually impossible.

H@wévé:, the financial need still exists for these women , in Drdér
to make cgllege caurgegark JOTe aqressiblé to workers, the federal
gaverﬁment should open EEDG ,F? part—time students on the same ex:ént—gf—
need basis as:is used for’fullséi@é students,

p'ﬁ,

4, Revise tha appropriations étru ture of %pé ngég'sigdugg;iaﬁa; Equity

Aét; , K

. Cuffentiy the WEEA féquifés a level of funding in Tier I, the models-

evelapment ‘section, whiéhahasanat even been appraximated in the past in

grder to trigger funds for Iier II, the- mcdels—impleméntatién pnrticn. ‘

13

This structure se undesirable for two reasons: first; given historical

mw
KE

apprépfiatiaﬂ ,ﬁd current fiscal cutbacks, money fa ,1 r II is.not likely
to be zriggéred under current pra&isians in the near futuféi Sécgndly,

the logic of such a high\Erigger lévei%ia questiangble. The Women's
Educational Equity Action Program has developed some excellent, generaliz-
able program models on a budget of half the manthed trigger level. While.

to encourage disseminég

further develg§m§nt is necessary, it is impart;nt
tion and implementation of t595é§§§fafts. E

Thus, while the two-tier design is usefulrin ensuring continued
development, the present trigger level may mean that creation caatinués

at the expense of application. The Tier II trigger should be revised

downward to match realistic expectations for Tier I approp.iations.
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5. Provide government support fe:r;edependegt:igﬁegmetieeiend;eeunee;ing

- centers .-

* A key need of werkieé women eoneide:ing education and training is
complete and accurate iﬂfermetiee on learning feeegreee,}eLeng with
guidance in educational and occupational goals. Most universities and
eellegee offer such services in connection with their own course offer-
ings, but they frequently don't include non-university programs.
Iedependene resource centers encompass a broad range of programs available
“in a given community, including university courses. The RCEWP in
Ehileeelghienie such a center, and while its eervieee are open to
everyone, administrators feund-thet 70% of RCEWP elieete are weien,;

Independent }eent;e’fex,j because they cover a greater variety of

learning programs, are able to serve as "br ke s" for petentiel students,

and Ehey meet.a need that university centers de 't address completely,
However, many, of these independent eentere operate on shoestring budgets
and must go through the ennual anxietiee ef the refunding process at the

end of their grant periods. Tax-based suppert fer the independent centers,
whether it be local, state, or federal dollars, would help to assure
their continuance, thereby eeeietieg workers in determining and meeting

their educational needs.

6. Continue the Fund for Improvement of Postsecondary Education.

By working with employers, educators, labor unions, occupational
counselors, eed diverse populations of wegen; FIPSE has helped to
genefeEe a large number of effective eedele for aiding women in ehe;r
- educational and work pueegite- The Fend‘e projects are exemplary in

their demonstration of the many options for approaching working women's
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educational needs, and on a relatively small budget.' The dissemination
of these models is most important and should be considered along with

developmental requirements in fiscal appropriations,

7. Commission an agency to foster dialogue among working women and

resource persons atﬁthé.;gmmugi;y level.

A general rule of change is that it is most readily effected by the
organization of those who stand to benefit most from it. Women have
organized within labor unions, and a number of clerical workers' groups,

such as Nine to Five in Boston and Sixty Words Per Minute in;Waéhiﬁétgn,

o

have sprung up in ﬁ;jéf cities., The National Commission on Working - -
Women has Eéﬂduétéd six regional dialogues across the country, bringing;
together women in{tgé 80%Z (who hold lgwépazing, low-status jobs) along
with a variety of résaurcé persons, for purposés of digcevérj, gﬁésensual
i}alidaﬁi*bn-, and planning for local action. IhESE‘ méetingé have been a-
tremendous success, spurring requests for assistance from othet groups
wishing té’héld such dialogues but who are without fundé. Willard Wirtz,
in a&vacatiug these comminity-level meetings, estimated that 500 such’
conclaves could be held over three years with appraﬁimstely $iD mil;ian
seed mgngy.lgg In this way, the voices of working women 2aulé be heard
directly, ; ﬁ

A centfél agency would function to dispense funds!)pr§§1de technical
assistance, collect and disseminate results of the meetings,and synthesize
‘their implications for a variety of policy initiatives, including those in
education and training. |

Activating the very women who need further education and training is

the most important single step in assuring that the need is addressed. The

L\
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invalvemént of both government and private sector groups 1s required for
this kind of grassroots communication. Congress should take the lead in
this process and provide a mechanism whereby working women can, eallegtiiely

and locally, articulate thelr perceptions and plan for change.

The unequal status of women in education, training, and the workplace--
in American scciety--is not going to change Qvérnight! One may argue the

benéfits and injustices resulting from a double standard, but treating

. . . _ )
women.differently is deeply ingrained in our philosophies and behaviors.
The ptéﬁisestnzwhich lesser opportunities for women in education and work-

place are based, however, have largely lost their demographic.validity.
These recemmendations for change are ngt written in.stone, nor are
they exhaustive. Means for equalizing and énhanging women's educational

7

and occupational options are as many and_yaried as the individuals who

put their minds and Eéléﬂt? to the tgséf;iqggagt, several .of th&géﬁavs"
;;ség%eatinng involve precisely éhis kind of collaboration. Thus, the:
;anglusian of this paper is not an ending, but an invitatlon--to working
wamen; employers, trade unions, educators, caunselar;, government gffigials;
and @Eﬁégg in the multitude of persons directly concerned with equal oppor-
tunity--to apply their energi&sl;nd gkills to the creatiﬁn of individual
and collective approaches both to educating women for the lives they will

lead and to enriching the scope and potential of those lives.
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